The strategic goal of businesses is to secure a long-term competitive advantage, to differentiate themselves from other businesses and to succeed in the market. Corporate culture is what distinguishes an organization from others and cannot be easily imitated. Culture issues, the need for interaction and understanding are becoming an important part of business behaviour between employees and individual groups.
INTRODUCTION
At present, enterprises are affected by factors such as globalization of markets and changes in the needs of customers and investors. In order to remain competitive in the long term, they must continually improve their performance and the challenge for responsible management is to respond quickly to changes in the environment and thus to ensure sustainable performance. The most successful enterprises and their management are not just responding to changes, they initiate them.
The goal of each organization is to meet the needs and expectations of both customers and other stakeholders, while at the same time achieving, maintaining and improving the overall performance and capability of the organization Surveys of economically successful businesses shows that the soft factor "organizational culture" contributes to their success. It leads to interest in organizational culture with a desire, to use this potential in business practice. The conducted surveys show which factors in the context of an organizational culture are necessary for the corporate success and with what orientation. Practice shows that many enterprises can continue to underestimate or disregard the interaction of culture and success.
ORGANIZATIONAL CULTURE AND AGE MANAGEMENT
The concept of organizational culture has been studied by many scientists in different ways and methods, as reflected in numerous definitions.
In the variety of culture studies conducted in the last thirty years in organizational research a broad array of definitions of organizational culture have been produced and most of these definitions connect to some form of shared meaning, interpretations, values and norms.
As early as 1952, Jaques, E., in The Changing Culture of a Factory, mentions the culture of the factory as "its usual and traditional way of thinking about the implementation of things that are common ... and which new members must learn". He claims that "culture makes a compromise between behavior, attitudes, habits, values, beliefs and less conscious habits and taboos." 1 Schein meant by culture "... a pattern of basic ideas that a group has found or created, uncovered and developed, in which it learned how to handle the problems of external adaptation and internal integration and who thus proved to be understood as generally valid, and the new members of the organization should, as far as possible, cope with them, identify with them and act/behave according to them. 2" "Culture is a collective programming of thought that distinguishes members of one group or a category of people from another"says Hofstede. 3
For business practice and as a basis for defining business culture, Hofstede and Schein's definitions are importantthis is the basis for other authors, who address this issue. Hofstede refers to culture as a "collective programming of human thinking," and Schein distinguishes in its definition three levels of culture from unconscious basic assumptions, partially distinct and perceived values, and visible artefacts. Schein emphasizes the importance of the basic assumptions as a decisive part of the culture. 4
Realizing the potential of employees is closely linked to partnership-based management. Studies show that leadership style has a significant impact on employee engagement and identification with the business, and hence indirectly on their behavior. The indirect link between participatory management and business success also points to the survey by Ogbonna and Harris. 5. Dimensions of cultural analysis focus on lived experiences, implying a focus on people, relations, meaning and emotions, while things like systems and structures are seen as secondary 6.
Cultural values and norms influence employee behavior and thus social relationships in the enterprise. Companies, through the development of a favorable organizational culture, seek to ensure greater productivity, greater satisfaction and safer jobs.
As in the first European guide 7, good practice in age management is defined as those measures that combat age barriers and/or promote age diversity. These measures may entail specific initiatives aimed at particular dimensions of age management; they may also include more general employment or human resources policies that help to create an environment in which individual employees are able to achieve their potential without being disadvantaged by their age.
"Age management is currently a management method that takes into account the age of employees working in the organization" [8] . The main objective is to promote a comprehensive approach to tackling a demographic situation that is not very favourable.
Age management measures do not mean favouring older workers or competing between generations. On the contrary, if equal opportunities are ensured for all age groups of workers and work with human resources is conducted socially and responsibly, age management benefits all employees regardless of age 9.
There are currently three major generational groups on the labor market (Baby Boomers, Generation X and Generation Y). Generation Z in this period enters the labor market, gradually replacing the outgoing generation BB and becomes an active part of the country's GDP.
Horváthová et al. defines generations as follows 10: a. "Baby boomers" -born in (1946) (1947) (1948) (1949) (1950) (1951) (1952) (1953) (1954) (1955) (1956) (1957) (1958) (1959) (1960) (1961) (1962) (1963) (1964) (1996) (1997) (1998) (1999) (2000) (2001) (2002) (2003) (2004) (2005) (2006) (2007) (2008) (2009) (2010) .
The lack of skilled people in the labor market, the aging of the population and the prolongation of human life are leading organizations to employ all age groups of workers.
Age awareness must be developed, particularly among HR managers and staff representatives at all levels, if organisations are to develop a corporate climate sensitive to demographic change and with a positive attitude towards ageing. 11
When employees perceive that their organization strives to develop and implement socially responsible activities, they come to be identified with their organization and to be satisfied with their job, and consequently exhibit superior performance at work. Employees would view favourable or unfavourable treatment received from the enterprise management as an indication of the extent to which the organization values their contributions 12.
When taking into account the generational differences in terms of corporate culture, it is necessary to emphasise that the values and experience appreciated by each generation are various. Therefore, their work habits, general attitude towards life and work vary as well. Besides that, approach to education, motivation, collaboration with colleagues and obtaining new information of each generation are different. 13
MATERIALS AND METHODS
The main aim of the paper is to analyse selected factors of corporate culture, employment certainty and leadership styles from the perspective of generational groups, their importance and level of fulfilment perceived by employees in industrial enterprises in the SR.
The research sample consisted of employees of all generational groups that are currently represented on the labor market in the Slovak Republic. The research was conducted from May 2018 to January 2019. The questionnaire contained 40 questions, of which 8 were open-ended and others contained a range of different answer options that the respondent could identify. For processing this paper, only a few questions were selected and evaluated due to their scope. 534 respondents attended the research, from all over Slovakia. Table 1 shows the composition of respondents according to the size of the enterprise, in which they are employed, with the largest share of respondents from enterprises with more than 500 employees and respondents from medium-sized enterprises (51-250 employees). At the same time, Table 1 shows the gender-based distribution of respondents, with an approximately equal representation of both sexes. The composition of respondents based on generational groups is shown in Table 2 . The table shows that the composition among generational groups is uneven, but we can say that the composition of respondents corresponds to the composition of generational groups on the labor market in Slovakia. The research methods -The basic statistical characteristics (absolute and relative values, median, and standard deviation) and descriptive methods (tables and graphs) were used to process the results.
The research questions (RQ): RQ 1: How important is the factor of corporate culture and selected factors influencing it (employment certainty, leadership style) for employees in Slovak industrial companies? RQ 2: How are the employee expectations in the area of corporate culture and their selected influencing factors (employment certainty, leadership style of the supervisor) fulfilled in Slovak industrial enterprises? RQ 3: What is the current state of employee loyalty in view of the generational groups in the Slovak industrial companies?
RESULTS AND DISCUSION
The evaluation of the research questions RQ 1: How important is the factor of corporate culture and selected factors influencing it (employment certainty, leadership style) for employees in Slovak industrial companies? RQ 2: How are the employee expectations in the area of corporate culture and their selected influencing factors (employment certainty, leadership style of the supervisor) fulfilled in Slovak industrial enterprises? Table 3 shows the average values and standard deviations of the importance and fulfilment of the corporate culture factor.
The average value of this factor, based on research results, is 3.94, indicating that employees see corporate culture as a significant factor affecting their working lives. The average value of fulfilment of this factor based on the research results is 3.34. Figure 1 shows the % value of the importance and fulfilment of the enterprise culture factor from the perspective of individual generational groups. Based on the results of the research, we can conclude that corporate culture is the most important factor for the X generation, but they do not feel satisfactory in this area. Table 4 shows the average values and standard deviations of importance and fulfilment of job security factors.
The average value of this factor based on the results of the research is 4.37, while the average value of this factor based on is 3.72. This factor is most important in Z and X generation. Figure 2 shows the % value of the importance and fulfilment of the employment security factor from the perspective of individual generational groups. Based on the results of the research we can conclude that job security is the most important factor for all generations, but on the other hand members of these generational groups are less satisfied with its fulfilment.
Figure 2 Comparison of employment certainty factor fulfilment
The corporate culture is about the everyday life of a company and especially about the behaviour of its managers, this is the reason why we examined the leadership style of the supervisor in the next section. Table 5 shows the mean values and standard deviations of the importance and fulfilment of the management style factor.
The average value of this factor based on the research results is 4.26, while the average value of this factor is 3.29. The results indicate the perceived insecurity of employees. In this context, businesses seeking to succeed in the marketplace should communicate openly with employees and create a climate of trust. Figure 3 shows the % value of the importance and fulfilment of the leadership style factor of the supervisor from the perspective of each generation group. Based on the results of the research we can conclude, that the leadership style of the supervisor is the most important factor for the generation X, but on the other hand the members of this generation group are less satisfied with its fulfilment. Based on table 4 it can be stated that up to 89% of respondents indicated average and more fulfilling the factor of employment certainty. These findings also confirmed the answers to the question, "How likely are you to try to find a new job in another organization within the next 12 months?" Up to 62% of respondents answered the question that they are unlikely to change jobs in the near future. Figure 4 shows answers to the question whether respondents will try to find a new job depending on the generational groups. The most unlikely is an employment change for the generation of Baby Boomers. The responses of Generation Z on the tendency to change jobs turned out to be 'balanced'. We can assume that this generation is still finding its place in the labour market.
CONCLUSION
When analysing research results, there is space for reflection and discussion on how to improve the perception of corporate culture by individual generations of employees in companies. Find common values and build a competitive business. It is possible to focus on the so-called "soft areas", e.g. working climate in the company, communication and relations between employees of the company, leadership style etc. or focus on "hard areas" and these can be eg. financial indicators, productivity, quality of products and services, etc.
Research results also show that companies and their management should address the issue of corporate culture and look for possibilities of its formation so that they can retain qualified employees and find new ones in the labor market if necessary.
Meeting employees' requirements in the field of corporate culture and its factors contributes, according to some authors [1] , [3] , [14] , [15] , to employee loyalty. Failure to meet these requirements can lead to employee turnover and tendency to seek another job. Employee turnover (as demonstrated by our research) is often conditioned by the failure of the employer to meet the employee's expectations, the employment security factor.
Following actual research studies conducted in the area of corporate culture in manufacturing as well as in service sector businesses generational differences in the opinions on corporate culture can be stated. [13] Existing differences have been described mainly in the area of management. Among the most successful are companies with a firmly prescribed management philosophy and strategy, behavioral feedback, participative, cooperative, trustworthy, and strongly target-oriented management style. Differences exist in social programs, further education, and as well as in status equality.
Successfully harnessing the energies and talents of every employee regardless of age is a challenge for all of us, but is truly beneficial if it can be accomplished. It can only be accomplished if we build a bridge between the generations to help them more effectively collaborate and communicate. [16] 
